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In a world of rapid change in which business units continue 
to grow larger and the penalties of faulty judgment are more 
serious than ever before, skillful management is essential. 
Every enterprise must have it to survive and prosper. 
Everyone knows this. But how to get skillful management— 
whether to develop it from within, or acquire it from without -
remains a subtle and difficult question. 
The very nature of management is an elusive concept. 
Is it skill? Is it an art? Or a manner of solving problems, 
or dealing with people? Can it be acquired by training and 
experience? Or must you be born with the capacity for it? 
The leaders of enterprises in both the public and the private 
sectors may not really know just what they want in the way 
of management in their own situations. Or they may not agree 
among themselves on it. Even if they did, it is another 
matter, and a difficult one, for them to get 
the management they desire. 
With Haskins & Sells, as with every other vibrant, growing 
enterprise in modern industrial society, the development of 
managers is of continuing concern. For a number of years the 
Firm has held periodic management training seminars in the 
summer, at which a selected group of partners have spent the 
better part of a week in study, discussion and exchange of 
ideas and experiences. The program and content have changed 
somewhat through the years in response to the felt needs of 
the Firm and the responses of the partners attending. 
This year's management training seminar followed a format 
established by the Professional Education and Development 
Section in Executive Office (which has recently changed its 
name to Continuing Education). 
The seminar was held near New York City June 5-8, 
immediately after the induction of new partners into the Firm 
on June 4. Attending were 31 new partners and directors, 
and 27 colleagues who had become partners within the past five 
years. It was, therefore, a young group. The site was Harrison 
House, a conference center on Long Island located on a 
beautiful, secluded private estate where the participants 
could tune out the noise and turmoil of the great 
city just a few miles to the west. 
As defined by EO through the Continuing Education group, 
the objectives of the 1973 management seminar were: 
II 
Management Training Seminar to improve their 
Identifying our ego states. 
Stanley Silverzweig, executive 
vice-president of Scientific 
Resources Inc. and the SRI 
Human Resources Institute, 
discusses the manner in which 
we can see ourselves in our 
relations with others. 
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^ To provide a means for selected partners and 
directors to improve their executive effectiveness by 
increasing their understanding of modern management 
concepts and techniques. 
^ To broaden understanding of the changing role of 
the executive in the modern business organization and 
to learn about new management technologies now emerging. 
^ To acquaint the participants with viewpoints and 
management techniques used in businesses and fields 
other than accounting. 
• To consider how these concepts and managerial 
techniques might be applied in the day-to-day 
operations of the Firm. 
Clearly, these objectives were, and are, appropriate to a 
seminar dealing with human relations rather than with 
efficiency of execution. The program certainly involved 
bringing information to the participants. But it was not the 
kind of information that is reflected by diligent note-taking, 
burning the midnight oil in the absorption process, then 
skillfully producing it at the time and place required. 
The heart of the program was reflective and self-analytical. 
It had to do with attitudes and behavior patterns, and 
inducing the participants to think again about the way they 
deal with other people. In short, the seminar brought a group 
of highly competent practitioners face to face with some of 
the latest findings in the behavioral sciences, with the 
purpose of helping them rethink their ways of achieving their 
objectives in dealing with others—colleagues in the Firm, 
subordinates, clients and the people in their community. 
There was considerable variety in the four-day program. 
The participants spent some time listening, as in the case of 
the stage-setting talk by Eugene E. Jennings of Michigan State 
University, whose topic was "The Real World of the Manager." 
The gist of his message was that tomorrow's manager must 
constantly work at keeping up with the bright younger people 
coming up in his organization, or they will leave him behind. 
When they do, the organization suffers and may die. "What you 
don't know won't hurt you',' he declared with emphasis. 
It will kill you!" Put another way, "Incompetency today is the 
discrepancy between authority and relevant information'.' 
He urged his listeners to keep their minds open to the needs 
and the capacities of the younger people whose skills and 
enthusiasm they will need tomorrow. 
executive effectiveness..." 
Hello, my name is... 
Participants paired off at the 
conference table and 
introduced themselves briefly 
to their partners. Later each 
introduced his partner to the 
entire group, telling what he 
had learned of his new 
acquaintance. 
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At another point in the program, participants divided into 
groups of about twenty for sessions devoted to interpersonal 
transactional analysis (termed TA by those involved in this 
kind of behavioral study). Discussion groups were led by three 
men with considerable experience as teachers, analysts and 
business consultants in the field of human motivation. 
They were Robert F. Allen, practicing psychotherapist and 
president of Scientific Resources Inc.; Stanley Silverzweig, 
executive vice president of Scientific Resources Inc.; and 
Howard Polsky, professor at the Columbia University 
School of Social Work. 
The TA sessions offered participants an opportunity to see 
themselves, somewhat as spectators in a miniature real-life 
drama, as they play the role of Parent (authoritative, 
nurturing), or Adult (reasoning, logical), or Child (natural, 
adaptive, sometimes rebellious, sometimes dependent). It was 
emphasized that the more clearly we see how we respond to 
others in a particular situation, the better we can control 
our options in human relations and the consequences of our 
options.The groups worked on some exercises, including 
role-playing situations, in which they analyzed and acted out 
typical exchanges between senior accountant and assistant, 
or partner and staff accountant, even husband and wife. 
An intriguing case study entitled "Excerpts from the Diary of 
George Mann" (mythical H&S partner) was read by all seminar 
participants, then analyzed in discussion groups. Prepared by 
the planners of the seminar, the George Mann diary presented 
a number of difficult and quite realistic problems in human 
relations, all piling up during the month of December, as the 
Firm's busy season loomed ahead. It was all there: difficulty 
with a client, a sudden shortage of staff, misunderstanding 
with a colleague, strained relations with a subordinate, 
a lawsuit coming from the next-door neighbor, trouble with a 
daughter dropping out of college, temptation to leave 
public accounting—and much, much more. 
It was enoug h to try the patience of Job. 
If nothing else, five dozen young H&S partners must have gone 
home still debating just how they would have handled all those 
situations had they really been George Mann. To go through 
the exercise was a sobering experience. And it is possible 
that as a result of the discussion over this figment of the 
program-planners' imagination, some participants may have seen 
lights that will guide them in real-life situations. 
There were meetings of small groups of seven or eight partners 
in which each participant filled out an executive quiz 
designed to help him answer the question: 
"What Is Your Managerial Style?" As expected, 
the discussion that followed brought out the difference 
between the way one sees himself as a manager and the way he 
seems to others. All of which was part of the plan to assist 
the participants in self-analysis. 
Partners who had attended management training seminars in 
previous years acted as small group discussion leaders. 
They were Ralph Bartlett, Newark; Frank Borelli, New York; 
Robert Cruikshank, Houston; Hugh Eggan, Cleveland; 
Wilbur Harris, Milwaukee; Ed I ill, New York; Don Nelson, 
Los Angeles; and Lowell Pethley, Chicago. 
Other discussion sessions: 
Inducing Behavioral Change, led by James V. McConnell, 
professor of psychology at the University of Michigan; 
The Art of Negotiating, led by Gerard I. Nierenberg, 
practicing attorney specializing in negotiations, founder 
and president of the Negotiation Institute; 
Human Resources Accounting, led by Albert F Siepert, 
president of Rensis Likert Associates, Inc. 
As the program itself made clear, the 1973 management 
training seminar was a genuinely participatory experience for 
those who took part. Perhaps the introduction to 
the George Mann case study put it best: 
"Our discussions here this week should heighten your 
awareness of your conflicts and how you yourself can 
cope with them; how you can develop a managerial style 
that will result in happier and more meaningful 
dealings with your family, the Firm and society-at-large— 
all in relation to creating a greater sense of well 
being for yourself. No two men will have identical 
managerial styles so that all this seminar can give you 
is a framework of human behavior from which you must 
select those modes which your inner self can accept as 
rational, and have the courage to live by." • 
Discussion leader. 
Dr. Howard Polsky of the 
Columbia University School of 
Social Work conducts a workshop 
in interpersonal transactional 
analysis (TAJ. The results of his 
research in social psychology 
have been published in numerous 
journals, and he has been on 
the faculties of Smith College, 
New York University and the 
University of Wisconsin. 
Quiet moment at Glen Cove. 
Three seminar participants 
continue their discussions 
during a break as they take a 
turn around the Harrison House 
grounds. Left to right: 
Dick Fremgen, Chicago; 
Bob Lipsiea, Portland; and 
Ed McGovern, Philadelphia. 
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